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The Indian IT and ITeS industry is divided into four major 
segments - IT services, Business Process Management 
(BPM), software products and engineering services, and 
hardware. Indian software industry has been witnessing a 
phenomenal growth for the last Three decades. The software 
industry is expected to play a vital role in the growth of 
Indian Economy. Performance management sets expectations 
for employee performance and motivates employees to work 
hard in ways that is expected by the organization. Moreover, 
performance management system provides a completed and 
professional management process for organizations to assess 
the performance results of organization sand employees. 
Employee performance could be expected, assessed and 
encouraged. Improving employee performance by using 
performance management system is a way to improve 
organizational performance. Hence this study investigates 
the employee’s opinion about the present practices of 
performance management system. 
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INTRODUCTION 

In the present competitive scenario, organizations have to ensure optimum 
performance of their employees continuously in order to compete effectively. Traditionally, 
this was attempted to achieve through performance appraisal of employees which was more 
concerned with telling employees where they lacked in their performance. It served the 
purpose to some extent, but not enough to raise the employee performance at the most 
desirable level. This led to the introduction of Performance Management Concept which 
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means the process of planning performance, appraising performance, giving its feedback, 
and counseling an employee to improve his performance. Many people think that 
performance and performance appraisal are one and the same. This thinking made many 
companies to retain the old practices of performance appraisal. Therefore, these companies 
have not been able to reap the results of performance management. There is a need for 
changing mental set up along with the change in the system. Changing the nomenclature of 
a system without changing the mental set up is merely avoiding reality. Therefore, two 
systems performance management and performance appraisal should be seen in different 
perspectives. 

Performance management is more comprehensive than performance appraisal, 
though performance appraisal is part of performance management. Besides performance 
appraisal, performance management involves performance planning and providing feedback 
and counseling to employees to improve their performance. In performance management, 
all activities are linked to organizational objectives and strategies. Because of such a 
linkage, the focus is on why to appraise rather than what and how to appraise the 
performance. Many research evidences suggest that the companies that have some sort of 
performance management systems have achieved overall better financial performance than 
those that have not. 

1.1 Significance of the Study 

A good performance management system works towards the improvement of the 
overall organizational performance by managing the performances of teams and individuals 
for ensuring the achievement of the overall organizational ambitions and goals. It is 
absolutely applicable for software employees, an effective performance management system 
can play a very crucial role in managing the performance in an organization by ensuring 
that the employees understand the importance of their contributions to the organizational 
goals and objectives. Ensuring each employee understands what is expected from them and 
equally ascertaining whether the employees possess the required skills and support for 
fulfilling such expectations. Ensuring proper relationship of objectives and facilitating 
effective communication throughout the organization. Facilitating a cordial and a 
harmonious relationship between an individual employee and the line manager based on 
trust and empowerment. Hence the above view to know the importance of employee’s 
performance management system in this research in the present knowledgeable 
competition world. 

1.2 Statement of the Problem 

Performance management sets expectations for employee performance and 
motivates employees to work hard in ways that is expected by the organization. Moreover, 
performance management system provides a completed and professional management 
process for organizations to assess the performance results of organization sand employees. 
Employee performance could be expected, assessed and encouraged. Improving employee 
performance by using performance management system is a way to improve organizational 
performance. Hence this study investigates the employee’s opinion about the present 
practices of performance management system. 
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1.3 Review of Literature 

Sandeep Gudla and Valli Sri Krishna Veni (2012)0], the main objectives of the study 
to find the existing performance management system, employee satisfaction and factors 
influencing the performance system of select IT companies. The study found that 
performance management system plays a key role in the organization are clear about how 
this system works and also aware their goals and objectives. 

Andreas Georgiadis & Christos N. Pitelis (2012)! 2 ], investigated the relationship 
between human resources (HR) and superior firm performance, as well as the role of 
business strategy as a key mediating factor, for small- and medium-sized enterprises 
(SMEs) in the UK Tourism Hospitality and Leisure (THL) sector. Our results suggest that 
high performing SMEs in the THL sector are managed by more experienced entrepreneurs. 
We also find that more profitable SMEs combine a highly skilled workforce with 
technological and know-how-based firm differentiation strategies, and/or product 
differentiation strategies, which are based on quality of service and personal attention to 
customers, alongside generous compensation and attention to employee development. 

Rakesh Yadav (2013)! 3 ], the study analyses the challenges human resource faces in 
Information technology industry of India. The focus of HR practitioners should not be only 
on to attract, motivate and retain key 'knowledge workers. But HR practitioners must also 
play a proactive role in IT industry. Profitability and sustainability of company in long run 
cannot be ensured without focusing on HR Management practices. An implication of this 
study is the HR policies of the IT companies are not appropriate to deal with the future 
challenges IT sector in India. This conceptual study demonstrates that HR policies of the 
companies are inefficient in managing the key success HR factor for IT sector. This study 
offers insight into the practices with respect to the HR policies of the IT industry in India. 

Sheelam Jain and Ravindra Jain (2014)W, the study assesses and compares the level 
of Performance Appraisal (PA) reactions among managers of public sector, private sector 
and foreign banks operating in India. The study was measured with respect to outcomes in 
terms of performance improvement and employee development; fairness of PA rating; 
accuracy of PA rating; providing feedback; explaining rating decisions; and overall 
satisfaction with appraisal system. The study found and suggested that although all the 
seven dimensions of PA reactions were found at moderate level in the three banking sectors 
providing feedback and explaining rating decisions were found at significantly higher levels 
in foreign banks operating in India as compared to public sector and private sector banks. 

Jaya Bhalla and Giri (2014)! 5 ], the study reviewed that the impact of Human 
Resource Management practices on employee turnover and productivity. The study found 
that the competitive business environment has put immense pressure on the Human 
Resource Management to define its existence. As such the Human Resource management 
practices must demonstrate that it can add value and deliver results to the companies and 
its shareholders. It concludes that Human Resource management practices should and 
retain excellent employees who, in turn, will enable a firm to provide high quality products 
and services. 

Ashutosh Muduli (2015) [6! , the study analyzed the relationship between high 
performance work system and organizational performance and to examined the role of 
human resource development climate in mediating the relationship between high 
performance work system and the organizational performance. The study found that the 
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agreed with most of the research, HPWS is found to be positively related with 
organizational performance. The result does not agree with the HPWS research conducted 
in Asian countries. Taking clues from “Black Box” approach, the role of HRD Climate as a 
mediating factor has been studied. The result proved that HPWS influences organizational 
performance through a supportive development environment (HRD climate) based on 
openness, confrontation, trust, authenticity, autonomy, collaboration and experimentation. 

Ushus Mathew and Johney Johnson (2015)[ 7 1, the study is to explore and examine 
the relationship of work performance with the performance appraisal and motivation among 
nurses of a multi-specialty hospital in Kerala. The data were collected through the 
questionnaire. The sample size consists of 100 staff nurses of the particular hospital. 
Convenience sample was used to collect the data due to time and resource constraints. For 
analysis, regression and correlation techniques were used. Reliability analysis was used to 
check the reliability of the data. The study found that the correlation and regression 
analysis show that there is positive relationship between work performance with the 
performance appraisal and negative relationship between work performance and motivation 
of the employees of hospital industry. The study concluded that the good motivation process 
to motivate employees and helps to improve existing performance appraisal system. 

1.4 Objectives of the Study 

1) To identify relationship between the dimension of the performance management 
system and the employees’ satisfaction in the select software firms. 

2) To study the impact of performance management system on employee’s satisfaction 
of employees of software firms under study. 

METHODOLOGY 

2.1 Sample Design 

This study concentrated on the software industry in Bangalore city region of south 
India. The reason for selecting of the area of sample in Bangalore city, during 1991, the first 
in 1990, the Software Technology Parks of India’s were established through three separate 
autonomous societies at Pune, Bangalore and Bhubaneswar, at most Bangalore is the hub 
of software development in India. The researcher taking into consideration for software 
technology parks in Bangalore. The Software Technology Parks in Karnataka headed by 
Bangalore and four sub-centers combined together 2276 firms were registered which 
accounts for 1457 firms in Bangalore city during the year 2013-14. 384 respondents for the 
study were selected using simple random sampling techniques was adopted and distributed 
the sample respondents in software firms. To achieve the confined Sample size of 384, the 
proportion was calculated based on the total population of the 120 leading software firms. 
For the purpose of data collection, a total 384 employees were targeted from 120 software 
companies. Out of 384 responses received from sample companies, 357 were usable for 
analysis. 

2.2 Data Collection 

To address the research objectives both primary and secondary source of data are 
utilized. To organize the primary data, the researcher used structured questioners and 
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interview techniques. Whereas, secondary data are obtained by investigation of related 
document from publications like books, journals, articles and abstracts and from 
unpublished sources like website, annual and quarterly report of the organizations under 
consideration and other material found in the various libraries. 

2.3 Framework of Analysis 

The data were presented in the form of tables which were systematically analyzed by 
using some statistical techniques such as percentage, mean, standard deviation, Chi-square 
test and mean difference, Correlation and Multiple Regression, Friedman test and Henry 
Garret ranking techniques was used to present the results with accurately. 

2.4 Limitation of the Study 

1. The data has been limited to only some software companies of Bangalore city and 
more researcher are needed to see how true the findings of this research are in other 
areas of the country. 

2. The data has been collected only from the software employees, the opinion of the 
employees may vary from time to time. 

3. The Employee Performance management system and practices may vary from time 
to time and also season to season. 

4. The sample of the study has been restricted only 357. 

DATA ANALYSIS AND INTERPRETATION 

Kruskal-Wallis test has been used to further explore differentiation of performance 
management practices according to employee’s opinion towards work related factors. In 
this study, the respondents were asked whether they classified into groups. Since, it is a 
non-parametric method; the Kruskal-Wallis test does not assume a normal population, 
unlike the analogous one-way analysis of variance. However, the rest does assume an 
identically-shaped distribution for each group, except for any difference in medians. 

3.1 Key Performance Indicator 

The opinion of the respondents about the organizations key performance indicator 
and present practices of performance management system has been analyzed with the 
simple percentage as follows: 

Table - 1: Key Performance Indicator 


SI. No. 

Factors 

No. of Respondents 

Percent 

1 

Salary 

198 

55.5 

2 

Nature of Work 

72 

20.2 

3 

Working Environment 

53 

14.8 

4 

Others 

34 

9.5 


Total 

357 

100.0 


The above table reveals that 55.5% of the respondents choosing the organization 
based on salary, 20.2% of the respondents are for nature of work, 14.8% are based on 
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working environment and 9.5% of the respondents have other opined about key 
performance indicators for implementing the PMS. The majority of the respondents opined 
that the choice of organization has been based on salary. To explore differences of the 
performance management practices by Key Performance Indicator based on the employees’ 
opinion of the software companies under study, Kruskal-Wallis were carried out. 


Table - 2: Differentiation of Performance Management Practices by Choice of Organisation 
(Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Factors 

N 

Mean 

Rank 

K-W 

Test 

Df 

Sig. 

Remarks 

1 

Salary 

187 

180.58 

6.402 

3 

0.0936 

Not Significant 
at 5% Level 

2 

Nature of Work 

63 

176.92 

3 

Working Environment 

75 

193.77 

4 

Others 

32 

139.23 


Total 

357 



Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


The results presented in Table 2 indicate that ‘working environment’ has the highest 
means for almost all the variables. Statistically, however, the result only suggests 
significant difference in the means of performance management practices according to the 
key performance indicators of organization towards PMS implementation. The K-W test 
results that 6.402 with 3 degree of freedom proves that not significant at 0.05 level (p<0.05). 
Hence, there is no significant difference between Key performance indicator of organization 
and performance management practices. 

3.2 Opinion of Present PM Practices 

The opinion of the respondents about the present performance practices of 
performance management system has been analyzed with the simple percentage as follows: 

Table - 3: Opinion Present Performance Management System 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

247 

69.2 

2 

No 

110 

30.8 


Total 

357 

100.0 


Table 3 indicated that 69.2% of the respondents are opined that present PM 
practices is effective and 30.8% of the respondents are opined that being ineffective present 
PM system and practices of performance management system. The majority of the 
respondents are opined that a present PM practice is more effective performance 
management system. 

3.3 Opinion of Clear Defined Targeted Goals on PMS 

The opinion of the respondents about whether PMS clearly defined the target goals 
or not has been analyzed with the simple percentage as follows: 
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Table - 4: Opinion about Clear Definition of PMS by the Organization 


SI. No. 

Location 

No. of Respondents 

Percent 

1 

Yes 

245 

68.6 

2 

No 

112 

31.9 


Total 

357 

100.0 


Table 4 reveals that 68.6% of the respondents said the PMS have clearly defined the 
targeted goals by the organization and 31.9% of the respondents was opined that not clearly 
defined by the organization of PMS. The majority of the respondents opined that was clearly 
defined targeted goals of PMS by the organization. 

3.4 Key Performance Areas on PMS 

Performance management process is complex and has consequences for both 
individuals and organizations. In a knowledge-based industry like the software services 
sector, where performance outcomes are not essentially in terms of sales targets achieved or 
volume of goods produced, performance management has special significance. While, 
Performance management process has its own complexities; the software services industry 
has its own peculiarities. Thus, PMS have been essentially identified the key performance 
areas. 

Table - 5: Key Performance Areas 


Sl.No 

Areas 

No. of Respondents 

Percent 

1 

Organizational Objectives 

327 

91.6 

2 

Departmental goals / targets 

2 

0.6 

3 

Individual capability 

9 

2.5 

4 

Tern Requirements 

19 

5.3 


Total 

357 

100.0 


It is observed from the above table 5 that the organization practices the performance 
management system based on some key performance areas such as organizational 
objectives, departmental goals/targets, and individual capacity and team requirements. 91.6 
percent of the respondents’ opinion was the performance management system is based on 
organizational objectives, 0.6 percent of the respondents are departmental target/goals, 2.5 
percent of the respondents choose individual capacity and 5.3 percent of the respondents 
noticed team requirements as the key performance area of performance management 
practices. The majority of the respondents have chosen the organizational objective as the 
key area of the performance management practice. Table 6 explores differences on the 
performance management practices by the key performance areas of the software 
companies under study, Kruskal-Wallis were carried out. 
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Table - 6: Differentiation of Performance Management Practices by Key Performance Areas 
(Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Key Performance areas 

N 

Mean 

Rank 

K-W 

Test 

Df 

Sig. 

Remarks 

1 

Organizational Objectives 

66 

189.64 





2 

Departmental goals / targets 

121 

180.17 




Not Significant 
at 5% Level 

3 

Individual capability 

104 

171.64 

1.262 

3 

0.7381 

4 

Team Requirements 

66 

177.82 





Total 

357 







Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


The results of the Table 4.6 indicate that ‘Organization Objectives’ has the highest 
means (189.64) for almost all the variables. Statistically, however, the result suggests that 
significant difference in the means of performance management practices according to the 
key performance areas of the organization. The K-W test results that 1.262 with 3 degree of 
freedom proves that not significant at 0.05 level (p<0.05). Hence, there is no significant 
difference between key performance areas of the organization and performance 
management practices. 

3.5 Factors Contributing the Performance Review 

An employee is rated on these four goal perspectives along with attributes which are 
considered critical for goal attainment such as analytical ability, leadership, organizing and 
planning, coaching. The PMS in this organization comprises of periodic reviews. 

Table - 7: Factors Contributing the Performance Review 


SI. No. 

Review 

No. of Respondents 

Percent 

1 

Self-ratings 

23 

6.4 

2 

Superiors appraisal 

207 

58.0 

3 

360 Appraisal 

85 

23.8 

4 

Subordinate appraisal 

15 

4.2 

5 

Peer Appraisal 

20 

5.6 

6 

Customer Appraisal 

7 

2.0 


Total 

357 

100.0 


It is inferred from the above table that the employee performance review is based on 
self-rating at 6.4per cent. 58.0 per cent of the respondents’ performance review happened 
through superior appraisal, 23.8 per cent of the respondents’ performance review happened 
through 360 appraisal system followed by 4.2 per cent of the respondents through 
subordinate appraisal and 2.0 per cent of the respondents know the performance review 
through customer appraisal. The majority of the respondents has been identified the 
performance review through superior appraisal. To following table, explore differences on 
the performance management practices by the factors contributing performance review of 
the software companies under study, Kruskal-Wallis were carried out. 
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Table - 8: Differentiation of Performance Management Practices by Performance Review 
(Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Performance Review 

N 

Mean 

Rank 

K-W 

Test 

Df 

Asymp. 

Sig. 

Remarks 

1 

Self-ratings 

48 

172.75 





2 

Superiors appraisal 

117 

179.72 





3 

360 Appraisal 

112 

168.94 




Significant 
at 5% Level 

4 

Subordinate appraisal 

41 

189.71 

11.367 

5 

0.0446 

5 

Peer Appraisal 

33 

221.64 




6 

Customer Appraisal 

6 

95.08 






Total 

357 







Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 

Table 8 reveals that Performance Review towards performance management 
practices of the software companies, ‘Peer Appraisal’ has the highest means (221.64) for 
almost all the variables. Statistically, however, the result suggests that significant 
difference in the means of performance management practices according to the performance 
review of the organisation. The K-W test results that 11.367 with 5 degree of freedom 
proves that significant at 0.05 level (p<0.05). Hence, there is significant difference between 
Factors contributing to performance review of the organization and performance 
management practices. 

3.6 Opinion about Rate of Parameter of Self-appraisal 

It was found that the performance appraisal process is a relatively underemphasized 
factor in Indian managerial practices, which is need based changes of the individual 
capacities to meet the standard process for the requirement of self-appraisal and thus it will 
meet the expose the external strategic competitiveness of Indian firms. 

Table - 9: Opinion about Rate of Parameter of Self-Appraisal 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

115 

32.2 

2 

No 

242 

67.8 


Total 

357 

100.0 


It is observed from the above table 9 that opinion of the respondents about their 
knowledge of rating the performance parameters given in self-appraisal forms. 32.2 per cent 
of the respondents have the knowledge of rating the performance parameters given in self¬ 
appraisal forms and also 67.8 per cent of the respondents don’t to know how to rate the 
performance parameters given in self-appraisal forms. Hence, the majority of the 
respondents doesn’t know about the rating of self-appraisal performance parameters. 

3.7 Status Report of the Appraiser after Review 

PMS in this organization comprises of recording, reviewing, evaluating and 
providing feedback for development to the employee on job expectations and performance. 
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Thus, the appraiser report based on the effective Training and development needs, Open 
and Transparent feedback and contribution to expected performance of the employees 
engage in the organization. 

Table - 10: Report of the Appraiser 


SI. No. 

Content 

No.of Respondents 

Percent 

1 

Training and development needs 

158 

44.3 

2 

Open and Transparent feedback 

102 

28.6 

3 

Your contribution to expected performance 

70 

19.6 

4 

Any Others related information 

27 

7.5 


Total 

357 

100.0 


The table 10 reveals that the report of the appraiser after reviewing the performance 
of the employees have been classified into four ways such as training and development 
needs, open and transparent feedback, your contribution expected to performance and 
others. 44.3 per cent of the respondents got the information from the performance appraiser 
in training and development need, 28.6 per cent of the respondents got the report like open 
and transparent feedback, 19.6 per cent of the respondents got the report like your 
contribution to expected performance and 7.5 per cent of the respondents got the 
information from the performance appraiser in other matters. To following table, explore 
differences on the performance management practices by status report of the appraiser in 
software firms under study, Kruskal-Wallis were carried out. 


Table - 11: Differentiation of Performance Management Practices by Report of the Appraiser 
(Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Report of the 
Appraiser 

N 

Mean 

Rank 

K-W 

Test 

df 

Asymp. 

Sig. 

Remarks 

1 

Training and 

development needs 

87 

189.45 

2.542 

3 

0.4678 

Not Significant 
at 5% Level 

2 

Open and Transparent 
feedback 

90 

183.25 

3 

Your contribution to 
expected performance 

91 

165.88 

4 

Others 

89 

177.90 


Total 

357 



Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


Table 11 noticed that the differentiation of performance management practices 
towards the report of the appraiser of the software firms. It is reveals that ‘Training and 
Development needs’ has the highest means (189.45) for almost all the variables. 
Statistically, however, the result suggests that significant difference in the means of 
performance management practices according to the appraiser report of the organisation. 
The K-W test results that 2.542 with 3 degree of freedom proves that not significant at 0.05 
level (p<0.05). Hence, there is no significant difference between factor of status report of the 
appraiser in organisation and performance management practices. 
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3.8 Opinion about Adoption of Appraiser Report 

The firms have also been used a design to measure the effects of introducing a merit 
pay plan and has been modified to a new objective based appraisal based on the 
organization adoptability of the appraiser report. Thus, employees have given the 
opportunity to raise the clarification and choices about the appraiser’s reports. 

Table - 12: Adopt the Appraiser Report 


SI. No. 

Opinion of Adoption 

No. of Respondents 

Percent 

1 

Accept 

204 

57.1 

2 

Oppose 

119 

33.3 

3 

Neither accept nor oppose 

34 

9.5 


Total 

357 

100.0 


It is observed from the above the Table 12 which indicated that 57.1 per cent of the 
respondents accept the performance appraiser report and also 33.3 per cent of the 
respondents don’t accept and oppose the performance appraiser report. On the other hand, 
9.5 per cent of the respondents are neither accept nor oppose the performance appraiser 
report. The majority of the respondents have accepted the performance appraiser report. To 
following table, explore differences on the performance management practices towards the 
adopt the appraiser report of the software companies under study. 


Table - 13: Differentiation of Performance Management Practices hy Adopt Appraiser 
Report (Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Adopt the Appraiser 
Report 

N 

Mean 

Rank 

K-W 

Test 

df 

Asymp. 

Sig. 

Remarks 

1 

Accept 

207 

182.35 

0.652 

2 

0.7216 

Not Significant 
at 5% Level 

2 

Oppose 

75 

177.40 

3 

Neither accept nor oppose 

75 

171.35 


Total 

357 



Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


Table 13 reveals that the differentiation of performance management practices 
towards the adoption of the appraiser report. It is found that majority of the employees are 
‘Accept’ the appraiser reports the highest means value 189.45 for almost all the variables. 
Statistically, however, the result suggests that significant difference in the means of 
performance management practices according to the appraiser report of the organisation. 
The K-W test results that 0.652 with 2 degree of freedom proves that not significant at 0.05 
level (p<0.05). Hence, there is no significant d iff erence between adopt the appraiser report 
of the organisation and performance management practices. 

3.9 Techniques for Adopting of the Assessing the Performance of Employees 

When assessing the performance of the employees after the completion of process 
and tasks that measureable suitable techniques without any bias and subjectivity, it is said 
to be fair rating. The technique indicates that the procedure used to evaluate an employee’s 
performance is fair. 
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Table - 14: Techniques Adopted in Assessing the Performance 


SI. No. 

Method 

No. of Respondents 

Percent 

1 

Attendance 

8 

2.2 

2 

Observation 

230 

64.4 

3 

Past Histories 

92 

25.8 

4 

Assessment & Development Centers 

17 

4.8 

5 

Others Specify 

10 

2.8 


Total 

357 

100.0 


It is inferred from the above table that the techniques adopted in assessing the 
performance are such as attendance, observation, past histories, assessment and 
development centers etc., the table 9 reveals that 2.2 per cent of the respondents 
performance have been assessed through attendance, based on observation (64.4 per cent) 
of the respondents, 25.8 per cent of the respondents through past histories, training and 
development by 4.8 per cent of the respondents and 2. 8 per cent of the respondent’s 
performances have been assessed through other techniques. The majority of the 
respondents’ performances assessed through observation techniques. 


Table - 15: Differentiation of Performance Management Practices hy Techniques (Kruskal 
Wallis Test and Summary Statistics) 


SI. 

No. 

Techniques 

N 

Mean 

Rank 

K-W 

Test 

df 

Asymp. 

Sig. 

Remarks 

1 

Attendance 

8 

154.63 

35.968 

4 

0.0000 

Significant 
at 1% 
Level 

2 

Observation 

144 

170.33 

3 

Past Histories 

125 

161.14 

4 

Assessment & Development Centers 

70 

208.26 

5 

Others Specify 

10 

341.80 


Total 

357 



Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


The results presented in Table 15 indicate that ‘Assessment and Development 
Centers’ has the highest means for almost all the variables. Statistically, however, the 
result only suggests significant difference in the means of performance management 
practices according to the performance techniques of the organization. The K-W test results 
that 35.968 with 4 degree of freedom proves that not significant at 0.01 level (p<0.01). 
Hence, there is significant difference between performance techniques of organization and 
performance management practices. 

3.10 Factors to Improve Performance Management Practices 

It is important to examine the competencies/leadership qualities required for Indian 
managers for effective implementation of the performance management systems. The 
predefined performance standards and behavior of employees during the performance 
period and to prescribe the ways for taking appropriate actions in the future. 
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Table - 16: Factors to Improve Performance Management Practices 


SI. No. 

Individual Factors 

No. of Respondents 

Percent 

1 

Qualification 

27 

7.6 

2 

Experience 

184 

51.5 

3 

Skills 

111 

31.1 

4 

Interest 

20 

5.6 

5 

Personality 

15 

4.2 


Total 

357 

100.0 


It is observed from the above table 16 that the factors which help to improve the 
individual performance management practice has been clearly shown. 7.6 per cent of the 
respondents have felt they can improve their performance through qualification, 51.5 per 
cent of the respondents have felt experience help to improve their performance, 31.1 per 
cent of the respondents have thought skills can improve their performance, 5.6 per cent of 
the respondents have felt they can improve their performance through interest and also 4.2 
per cent of the respondents have thought personality can help to improve their 
performance. The majority of the respondents have felt that they can improve their 
performance through experience. 

3.11 Performance Management System Helps in Achieving Goals 

Overall Satisfaction with performance management system indicates helps in 
achieving the goals and overall satisfaction with performance appraisal system being 
practiced and includes its factors viz., policy, design, development, implementation and use 
of appraisal outcomes. 

Table - 17: Performance Management System Helps in Achieving Goals 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Strongly Agree 

65 

18.2 

2 

Agree 

169 

47.3 

3 

Neutral 

114 

31.9 

4 

Disagree 

2 

0.6 

5 

Strongly Disagree 

7 

2.0 


Total 

357 

100.0 


It is inferred from the above table that the employee performance management 
system helps to achieve the organization goals. 18.2 per cent of the respondents are strongly 
agree to achieve the organization goals through performance management system, 47.3 per 
cent of the respondents agree to achieve the organization goals through performance 
management system, 31.9 per cent of the respondents are in neutral to achieve the 
organization goals through performance management system,, 0.6 per cent of the 
respondents are disagree to achieve the organization goals through performance 
management system, 2.0 per cent of the respondents are disagree to achieve the 
organization goals through performance management system. The majority of the 
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respondents agree to achieve the organization goals through performance management 
system. 

Table - 18: Differentiation of Performance Management Practices by Helps to Achieve Goals 
(Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

PMS Helps 
Achieve Goals 

N 

Mean 

Rank 

K-W 

Test 

df 

Asymp. 

Sig. 

Remarks 

1 

Strongly Agree 

65 

114.46 

64.480 

4 

0.0000 

Significant at 
1% Level 

2 

Agree 

169 

165.87 

3 

Neutral 

114 

225.68 

4 

Disagree 

2 

322.50 

5 

Strongly Disagree 

7 

293.93 


Total 

357 



Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 

Table 18 identified that the differentiation of performance management practices 
towards to achieve goals. It reveals that the parlance management practice helps to achieve 
goals like ‘Disagree’ has the highest means (322.50) for almost all the variables. 
Statistically, however, the result only suggests significant difference in the means of 
performance management practices according to the helps to achieve organisation goals. 
The K-W test results that 64.480 with 4 degree of freedom proves that significant at 0.01 
level (p<0.01). Hence, there is significant difference between performance management 
helps to achieve goals of organisation and performance management practices. 

3.12 Creation of Participative Environment 

The effectiveness of Performance management practices can be judged by its 
fairness, accuracy, usefulness, etc. and makes creative participative environment the in 
terms of favorable employee reactions on fairness and accuracy of appraisals. 

Table - 19: Organization Creates Participative Environment 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

130 

36.4 

2 

No 

227 

63.6 


Total 

357 

100.0 


It is inferred from the above table that the organization creates a participative 
environment of their employees. 36.4 per cent of the respondents’ organization creates a 
participative environment, 63.6 per cent of the respondents’ organization don’t create a 
participative environment. Hence the majority of the organizations don’t create a 
participative environment for their employees. 

3.13 Job Responsibilities Clearly Defined 

An employee’s job description is integral to the development of his or her employee 
development plan. Job descriptions establish a base so that an employee can clearly 
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understand what he or she needs to develop personally, and contribute to the organization. 
Job descriptions provide an opportunity to communicate clearly about the direction the 
company is taking, tell employees where they fit into the big picture, and set clear 
expectations of what is expected of them. 

Table - 20: Job Responsibilities are Clearly Defined 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

221 

61.9 

2 

No 

136 

38.1 


Total 

357 

100.0 


It is observed from the above table that the organizations have clearly defined the 
employees job responsibilities. 61.9 per cent of the respondents have known the job 
responsibilities and 38.1 per cent of the respondents are not aware their job responsibilities. 
Hence the majority of the respondents are aware about their job responsibilities. 

3.14 Appreciation / Reward System 

The effectiveness of any effort which leads to motivation like appreciation or reward 
system depends to a large extent on how such effort is being perceived by the employees. 
Furthermore, employees with a positive view of PMS are more likely to embrace the 
process, be better motivated and improve their performance overall. 

Table - 21: Organization Appreciation/ Reward in Time 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

125 

35.0 

2 

No 

232 

65.0 


Total 

357 

100.0 


It is inferred from the above table that the employee performance and achievement 
are rewarded in time or not. 35.0 per cent of the respondents have received their rewards in 
time, 65.0 per cent of the respondents have not received their rewards in time. The majority 
of the respondents have not received the awards in time. 

3.15 PMS Creates the Motivation 

Performance management encompasses activities such as joint goal-setting, 
continuous progress review and frequent communication, feedback and coaching for 
improved performance, and rewarding achievements. It can be regarded as a systematic 
process by which the overall performance of an organization can be improved by created the 
motivation of individuals within a team framework. 

Table - 22: Opinion about Recognition Creates the Motivation 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

198 

55.5 

2 

No 

159 

44.5 


Total 

357 

100.0 
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The above table reveals that the performance management systems are recognized 
openly or not. 55.5 per cent of the respondents said that the performance management 
systems are recognized creates the motivation, 44.5 per cent of the respondents said that 
the performance management systems are not creation of motivation. Therefore, the 
majority of the respondent’s performance practices opined that recognized publically creates 
the motivations. 

3.16 Strategies Help to Performance Management System 

Organizations can improve their performance management system by using effective 
training methods, communicating clear objectives and receiving feedback from a variety of 
stakeholders and enhance the expectation of operational performance of the firms. 

Table - 23: Strategies Helps to Performance Management System 


SI. No. 

Nature 

No. of Respondents 

Percent 

1 

Helps to speed up to market expectations 

127 

35.6 

2 

Helps to meet business expectations 

102 

28.6 

3 

Brings about changes in attitude 

88 

24.6 

4 

Enhances operational effectiveness 

40 

11.2 


Total 

357 

100.0 


It is observed from the above table that the current performance management 
system of the organization is such as helps to speed up to market expectations, to meet the 
business expectation, brings about changes in attitude and enhances operation 
effectiveness. 35.6 per cent of the respondents have felt current performance system is to 
speed up to market expectations, 28.6 per cent of the respondents have the opinion of 
current performance system is to meet the business expectation, 24.6 per cent of the 
respondents current performance system is to bring changes in attitude and 11.2 per cent of 
the respondents per cent of the respondents current performance system is enhances 
operation effectiveness.The study explores the differences on the performance management 
practices based on the current performance management system of the software companies 
under study, Kruskal-Wallis were carried out. 


Table - 24: Differentiation of Performance Management Practices by Nature of Current 
PMS (Kruskal Wallis Test and Summary Statistics) 


SI. 

No. 

Nature of Current 
PMS 

N 

Mean 

Rank 

Chi- 

Square 

df 

Asymp. 

Sig. 

Remarks 

1 

Helps to speed up to 
market expectations 

145 

175.01 





2 

Helps to meet business 
expectations 

117 

193.05 

4.764 

3 

0.1899 

Not Significant 
at 5% Level 

3 

Brings about changes in 
attitude 

76 

173.63 






Volume 04, Issue 05, Version I, May’ 2017 70 
























Raghav et al., (2017) 


4 

Enhances operational 
effectiveness 

19 

144.37 






Total 

357 







Note: ** significant at 0.01 level (p<0.01), * significant at 0.05 level (p<0.05), NS - Not Significant 


Table 24 reveals that the current performance management system towards 
performance management practices of the software companies. The above table found that 
the variable ‘Helps to meet the business expectation’ has the highest means 193.05 for 
almost all the variables. Statistically, however, the result suggests that significant 
difference in the means of performance management practices according to the performance 
review of the organisation. The K-W test results that 4.764 with 3 degree of freedom proves 
that significant at 0.05 level (p<0.05). Hence, there is significant difference between key 
performance areas of the organisation and performance management practices. 

3.17 Promotion Decisions 

The financial support for an organization’s performance management system is also 
essential. Managers must ensure constantly that their employees are adequately rewarded 
for superior performance, since employees have the potential to move on when appropriate 
monetary incentives fail promotional decisions to meet their expectations. 

Table - 25: Opinion about PMS Linked with Promotion Decisions 


SI. No. 

Opinion 

No. of Respondents 

Percent 

1 

Yes 

177 

49.6 

2 

No 

180 

50.4 


Total 

357 

100.0 


The above table inferred that the performance management system linked with 
making employees promotion decisions or not. 49.6 per cent opinion of the respondents said 
that the performance management system linked with making promotion decisions and 50.4 
per cent of the respondents said that the performance management system is not linked 
with making employees promotion decisions. 

CONCLUSION 

The employee’s perception on various aspects of personal and work related 
characteristics with PMS practices reflected that employees have more satisfied with the 
present performance management practices. The study showed the high level of perception 
according to their gender age, annual salary and work experience of performance 
management practices. The employee satisfaction towards the studied dimension of 
performance management system by the sample respondents, performance planning, 
feedback, employee’s participation, perceived system knowledge, procedural justice, 
distributive justice and interactional justice were positively and significantly associated 
with employee satisfaction. The positive values indicate that there is a direct relation 
between the performance management system and satisfaction of employees also explained 
through the analytical model of performance management system and employee’s 
satisfaction. 
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